The aspect of leadership is a main criterion for employers in recruiting employees. This research is to measure the validity and reliability of the instrument for measuring leadership model. The research instrument was administered to 357 respondents (pilot study). 771 respondents were then chosen at random around Klang Valley. Confirmatory Factor Analysis (CFA) was used to certify the basic factors produced by PCA using Comparative Fit Index value (CFI), Tucker Lewis Index (TLI) and RMSEA. The results demonstrate that the item corresponds and can be utilized to develop a leadership model for employers and Higher Education Institutions in the nation.
Introduction
The aspect of leadership is an indispensable aspect for most employers both in the public sector / statutory or private sector compared to other aspects, especially in the era of globalization (Mohd Izham et al. 2007; Lee 2000; Mason 1996; Quek 1996) . Without effective and efficient leadership, organizations will face failure in a short time (Sheppard, 1996) and to achieve optimal effectiveness (Robbins & Judge, 2007) . The aspect of leadership is an attribute that is highly regarded in various organizations to ensure the organization is successful, to change the status quo, to create a vision and inspire members of other organizations in order to achieve the vision (Meindl et al., 1987) . Studies by Cameron and Quinn (2006) found that effective leaders are competent in managing a team and managing relationships and the development of others. Employers require prospective employees and existing employees to have the aspect of effective leadership as they indirectly have high skills in aspects of managing innovation, improvements for the future and consistent in nature (Cameron & Quinn, 2006) , increase productivity, innovation, satisfaction and commitment in the workplace through the influence as a leader (Johns & Saks, 2005) . Leadership can contribute to job satisfaction among employees through the creation of a conducive work environment and a positive work climate and are able to play a variety of roles to ensure excellence and effectiveness (Hussein 1993; Yahya 2005) .
The Need for Leadership Development Inventory Aspects
Leadership can be defined in various aspects. Leadership should involve others, which includes subordinates involving subordinate readiness to accept commands from the leader, thus the group helps in creating the status of a leader. Leadership in education can be defined as the ability to influence, motivate, change the attitude and behavior of subordinates such as teachers, staff and students to carry out activities or programs designated to achieve organizational goals (Yahya, 2005) . The Malaysian Ministry of Higher Education (2006) defines leadership skills as involving the ability to practice its leadership in various activities. The leader is considered a hero who can be a savior and commands provider (Reeves, 2002) .
Apart from the interests of the leadership skills that are very clear, as explained above, and supported by previous studies, it is one that is critical for policymakers to review what items / features that constitute a model or inventory of leadership. This is due to significant differences between the item / feature aspects of leadership within researchers from inside and outside the country. In addition, even items / attributes required by employers varies. Crosby (1979) states that leadership should take into account aspects such as listening skills, cooperation, helpfulness, distributing, creating, implementing, learning, leading directions, following and empathy and being able to communicate effectively in order to be understood and followed. Zeithaml et al. (1990) explain in the services sector, the characteristics of quality leaders are those who have the vision, high standards, leadership and involving in field work and have high integrity. Ab. Aziz (2000) , states the ideal behavior of a transformational leader is (i) demonstrate exceptional competitiveness which is rarely possessed by other leaders (ii) bears responsibility among followers (iii) any organization's success is viewed as a joint with employees and the success of this celebrated formally and informally (iv) willing to accept any risk and do not blame the workers solely in the event of any failure or error (v) always strive to meet the needs of employees and even willing to set aside personal interests (vi) always dedicated to employees and co-workers on times of difficulties or critical (vii) create a sense of belonging and shared mission to achieve organizational goals.
According to Syed Azauddin (2005) , leadership is the most important factor in the management system of Islam. Syed Azauddin (2005) has proposed a number of Islamic leadership, namely: (i) Have a high level of commitment, (ii) Initiate change by adding value to the organization, (iii) has a vision for the future of organization, (iv) Setting direction and knowledgeable about ways to make it happen, (v) Having emotional intelligence in recognizing the feelings and the other person for the purpose of motivation, self-manage emotions and relationships well, (vi) Have integrity and trust, (vii) a strong action-oriented value and able to carry out monitoring until a task is completed, (viii) ability to develop relationships and networks when forming a team, and (ix) Showing appreciation and has the ability to receive and are satisfied with the current achievement. There is a noticeable difference in the items in aspects of good leadership in organizations, policy makers and individuals either in contemporary concepts or concepts of Islam. By being aware of the gaps that exist, the objective of this study is to develop an inventory model of leadership according to the needs of employers and workers in organizations, as well as students and lecturers of private higher education institutions. This study will measure the reliability and validity of a new instrument for leadership model.
Methodology
This study adopts a quantitative study conducted in two stages, a pilot study of 357 respondents and the actual study of 1040 respondents. To determine the sample size, this study has used the recommendations suggested by Halphin (1957: 2) . He recommends a total of four (4) respondents, in which he suggested that the number of over 10 people will not increase the significance index score. The selection of Private Higher Education Institutions in this study was done using cluster sampling and only 11 Private Higher Education Institutions of University status were selected. The selection of students of Private Higher Education Institutions was done using stratified sampling and they were selected based on their faculty and focused on students of the third or fourth year or in their final year of study. The selection of employers and professionals from the private and public sectors is based on the division released in the Economic Report by the Economic Planning Unit and Ministry of Human Resources (2006 Resources ( -2007 which is based only on the services sub-sectors.
The questionnaire adopts the module by The Ministry of Higher Education (MOHE) (2006) as well as other sources. The module by MOHE (2006) was chosen because this module was built by a group of experts from Public Higher Education Institutions in the country, taking into account the needs of the job market, and was utilized by all Public Higher Education Institutions in the country. This module originally included 79 items. The construction of the questionnaire uses a five-point Likert Scale. The reliability of the research instrument can be proven by the Cronbach Alpha coefficient, α which shows the value of .911. This value, according to the classification of the reliability index by Babbie (1992) , is in a very high category. Due to the construction of the questionnaire which is based on a variety of sources, the method of Principal Component Analysis (PCA) was used to identify, reduce and organize a large number of questionnaire items into the leadership aspects of construct. Statistical Theory using Structural Equation Model (SEM) is the final analysis in the construction of leadership models. Confirmatory factor analysis (CFA) was conducted as a second method for determining the items in the leadership aspect of measuring and validating constructs to be measured (Schmitt, TA, 2011) and how well the constructs describe the variables in the construct. For the analysis using SEM techniques, a model is said to be acceptable or fit between the model and the data and can be received when the index showed: (1) CMIN / df with a value between 1 and 5; (2) CFI index and TLI approaching 1.00; and (3) the RMSEA index is .08 or less.
Findings

Exploratory Factor Analysis (Principal Component Analysis)
Factor analysis method is applied to a pilot study involving employers and professional employees of 357 people. Several conditions must be conducted prior to test whether the items are suitable in order to run the analysis. One of the tests is Bartlett's Test of Sphericity and Kaiser-Meyer-Olkin Test (KMO). Bartlett's Test of Sphericity showed significant value of 0.000, indicating p <0.05. Thus, it shows that the correlation between items is sufficient to run the factor analysis. In Kaiser-Meyer-Olkin Test (KMO), the value is 0966 and the KMO is greater than 0.50. This shows that these items are suitable for the factor analysis performed and showed no problems of serious multicollinearity data. After Bartlett's Test of Sphericity and Kaiser-Meyer-Olkin Test (KMO) are performed, the following Rotating Matrix Component Table is used to test the construct validity of each questionnaire constructed. From the Rotating Matrix Component Table produced, it has been able to sort the items which really measures each construct built. It is found that there were 9 dimensions that exist after Varimax rotation. Since the 9th dimension has only two items, this factor is removed. There are items that overlap or have multiconcepts, therefore ten items were eliminated, as shown in the correlation table between the items / sub-constructs with 8 dimensions / constructs which is high according to the Interpretation of Strength Correlation Between Factors The results of the factor analysis through Rotated Component Matrix show that all the items' dimensions have been identified respectively showing dimension 3 is the much sought after leadership dimension. The leadership item is composed of A23: Skills to distribute tasks and responsibilities to subordinates and team members, A24: Skills to bring members to a consensus, A25: skills to influence others in carrying out their duties, A26: Skills for playing the role of team leader, A27: Skills to coach others, A28: motivating skills, A29: Skills to make appropriate decisions, and A30: Skills to lead effectively. Item A31 is removed because of overlapping with dimensions 8.
Confirmatory Factor Analysis CFA)
Structural Equation Modelling (SEM) is the final analysis for the construction of aspects of leadership. Analysis of the correspondence measurement model with the survey data was conducted using confirmatory factor analysis (CFA). CFA was utilized to determine the items in the aspect of leadership to measure the constructs of leadership and to verify the basic factors that have been produced by the PCA and to validate those constructs. Before SEM can run several specifications have to be carried out on the distribution of normality, multicollinearity, the sample size and the scale of measurement. These requirements were met in this study. Through the CFA analysis, this indicator variables represent the latent variables (aspects / leadership constructs) were proven. Testing for leadership constructs showed the Chi Square Goodness-of-Fit 2 =168.811, with p<0.05 and the RMSEA value above is greater than .06 (<.145). This indicates significantly, the model proposed by the researchers hypothesized that the data does not match were collected. As mentioned, Chi Square is sensitive to the number of samples. The other compatible (fit) criteria / indicators can be taken into account which is TLI = .918. These criteria indicate the compatibility of more than 0.9. This shows the regression model proposed by the researchers matches the data. Due to the corresponding value such as AGFI (.000) is less than the corresponding value of (0.9), then the table of Standardized Regression Weight and Regression Weight through the Critical Ratio (C.R) is used to indicate that all variables can represent a significant indicator and predictor for latent variables as shown in Table 3.0 and Table 4 .0 below. When using the Standardized Regression Weight and Weight Regression Table, through the Critical Ratio (C.R) it can be indicated that all variables can represent a significant indicator and predictor of the latent variables. C.R values shown are outside the range of ± 1.96 were considered significant at the level of p <.05. The standard regression coefficients (β) for each item of leadership is (from .767 to .871) showing that all the indicator variables significantly correspond with the survey data or latent variables representing (aspects of leadership).
Conclusions
Through authentication and evidenced by the CFA and supported by the value of Standardized Regression Weight and Weight through the Critical Ratio (C.R), the leadership model of the study is composed of aspects of the duties and responsibilities delegated to subordinates and team members, bringing membership to a consensus, influence others on the job, playing the role of team leader, mentor others, motivate team members, making appropriate decisions, and lead effectively. Based on the highest mean found, expressing leadership aspects and playing the role of a leader to the subordinate are most needed by the employers. This is consistent with studies by Rollinson (2005) showing that the leaders have strong influence on the behavior and performance of the group.
The findings of this study can be used by policy makers, especially the ministry of education and higher education in the design and development of modules in leadership among students. These students can be known as the future "young CEOs" because individuals can be taught to be leaders, especially of a charismatic character (Stephen P. Robbins & Timothy A. Judge, 2013) . In fact, organizations need to develop their leadership module for identifying potential leaders effectively. This is evidenced by most organizations which spend millions of dollars in development and leadership training (P. Dvorak, 2007) . For example, Goldman Sachs is known for leadership development program, called the "Leadership factory" by Business Week (J. Weber, 2006) . It is hoped that these leadership modules can be the guideline for organizations in creating effective leaders based on the items in aspects of leadership found in this study which are the requirements of employers in the country and supported by professional workers, students and lecturers of Private Higher Education Institutions.
As the result of the test Chi Square Goodness-of-Fit and significant RMSEA values suggest that the hypotheses model constructed does not match the survey data, in order to study the future, it is proposed that the analytical modification model is used to improve compatibility of the model with the research data. This is to show the leadership items being measured exists in the modification model and can measure the dimensions of leadership.
